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Training and development (T&D) is important for survival of every organization. It plays a strategic 
role to achieve the current as well as future goals of the organization. The core objective of the research 
was to explore the impact of training and development on organizational effectiveness. The research 
was based on a case study of Pakistan Telecommunication Authority. The study consists of the data 
gathered through a structured questionnaire from the employees and management of Pakistan 
Telecommunication Authority in Islamabad and Rawalpindi region. The results have disclosed the 
importance of training and development practices and its impact on individuals as well as on 
organization. Furthermore, it is suggested that T&D programs should be carefully assessed, designed, 
implemented and evaluated in order to fill the gap between existing and required skills, abilities and 
knowledge of the employees; in addition to enhance the organizational effectiveness.   
 
Keywords: Organization performance, Training, Employees development, Pakistan. 
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1. Introduction 
Human resource is considered as an important asset of organization. Every organization needs to sustain 
adequate numbers of human capital. This is the age of competition and every organization has to face its rivals and 
market challenges. An organization cannot compete in the market without having skilled and competent employees. 
Training and development program is an important activity in the organization because it enhances employee’s skills 
and competences and helps the organization to get competitive advantage (Batool and Batool, 2012). The managers 
should focus staff training and development according to organization needs because an effective team can perform 
well to achieve the desired objectives. Training and development program needed to be a continual exercise in 
organization for its growth and competitiveness. Well trained staff perform efficiently and effectively to achieve the 
intended milestones of organization. Productive organization provides more benefits for its employees, that enhance 
the level of job satisfaction and consequently employee’s turnover reduces and retain for a long time (Jehanzeb and 
Bashir, 2013).  
Human resource management is about recruiting, hiring and managing employees. However, an effective human 
resource system entails many more aspects of the organization, including organizational culture and ensuring health 
and safety. With an understanding of these components of an HR management system, business owners and 
managers can effectively structure their business processes. Training and development programs are essential for 
every organization for its long term planning and strategy. These programs help organization to achieve its objectives 
in time and enhance the skills and competencies of workforce (Khan et al., 2012). Several organizations think that 
staff training simply increases the cost of organization, because the organization has to allocate staff training budget 
every year. But this concept has been changed now, because of cost of non training is always higher than the cost of 
training. Training and development programs enable the employees to get necessary skills to use new technologies 
(Imran et al., 2014).  Effective employees training minimize the gap between actual required skill to do the job and 
existing skills in new employees (Simons and Richardson, 2012). Proactive, motivated and well trained staff makes 
the organization productive and prosperous. Training and development enhances the organization towards its 
strategic goals and objectives (Niazi, 2011).   
Human resource is a source like any other natural resource. The management can get and use the skill, 
knowledge, ability, etc. through the development of skills, tapping and utilizing them again and again. Human 
resource is that part of the process of management which manages and develops the human beings of an enterprise. It 
is not only the administration of skills, abilities but also the attitudes and aspirations of people. When individuals join 
an organization, they come with not only technical skills, knowledge, experience etc. but also with their personal 
feelings, perception, desires, motives, attitude, values etc. An important part of human resource management is the 
‘humane approach’ while managing people. This approach assists a manager to consider his people as an important 
resource. It is a benevolent approach to develop and effectively utilize the manpower not only for the benefit of the 
organization but for the growth, development and self satisfaction of the concerned people. Thus, human resource 
management is a system that focuses on human resource development, on the one hand, and effective management of 
people on the other. HRM approach is a fundamental change in the philosophy and perspective stemmed from 
reckoning with the resourcefulness of the people at work, which can be developed by appropriate programs. It 
emphasizes the human aspect of individual workers and their aspirations and needs. 
 
1.1. Objectives of the Research 
1. To explore the effects of training and development on organizational effectiveness.  
2. To give fruitful suggestions for the improvement of employees training and development techniques in the 
organizations. 
 
2. Literature Review 
Ahmed et al. (2014) examined the impact of training and development on employee performance while focusing 
a case study from different banking sector of north Punjab. The results disclosed that all the three factors namely 
training and development, on the job training and its delivery style has positive impact on employee’s performance. 
They further concluded that employee’s training need assessment should be conducted in every organization in order 
to make the employees more productive after delivering necessary training to them.Al-Kassem (2014) concluded that 
training must be designed to fill gap between actual performance and what was needed. New employees were not 
usually aware with the environment of the new organization. Initially new employees had to understand the 
organizational culture and working environment, for the purpose they needed basic training to accommodate them in 
new organization. Training helped the organization to reduce that gap; however it could not be completely 
eliminated. Effective training reduced the employee’s turnovers and enhanced the employee’s commitment in the 
organization. 
Imran et al. (2014) explored, every organization has to face the technological change. Technology change was 
considered as one of the key challenges for organizations. Organizations needed to be updated with the latest 
technology. In the competitive environment technological change might become a threat for organization. 
Organizations needed to aware of the technological change from time to time and needed to assess training need for 
the workforce. Whenever organization provided the required training, the workforce could easily handle the 
competitive environment. Effective training of employees could enable the organization to meet such kind of 
challenges. Obi-Anike and Ekwe (2014) focused the impact of training and development on organizational 
effectiveness. For this purpose they gathered evidence from selected public sector organization in Nigeria via a 
structured questionnaire. The study concluded that training and development enhanced the motivation level and job 
satisfaction among the employees which caused to reduce the employee’s turnover in the organization. Furthermore 
the findings have revealed that training and development has positive relationship with organizational effectiveness. 
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Raza (2014) elaborated training and development impact on organizational performance while collecting 
evidence from oil and gas sector of Pakistan. The study analyzed learning organization and its strategic training and 
development alignment, training need analysis and line manager’s involvements in training and developments 
programs and training formalization including implementation and its evaluation. The findings showed that 
organizational performance has been enhanced by the strategic training and development alignment, manager’s 
active participation as well as due to effective design, implementation and evaluation of training and development 
programs. AlYahya et al. (2013) stated that human resource development was required by every organization to meet 
the challenges. Therefore effective training and development programs were needed by the organization to ensure 
well trained workforce in the organization. Training intervention has been an important function to increase the 
effectiveness of human resource development in organization. The training outcome would be more productive and 
effective when the numbers of participation of workforce would be attentive and present regularly. 
Amin et al. (2013) explored the impact of employees training on the job performance in education sector of 
Pakistan. Training and development improved current and future performance of employees in organization. 
Training need assessment was essential process to identify training need, to improve behavior of employees and to 
gain organizational goals. Jehanzeb and Bashir (2013) explained that employee job satisfaction should be vital in the 
organization. Workforce always switched the organization whenever their level of satisfaction was lower than 
expected or required to meet their basic needs. Satisfied employees always showed loyalty to the organization and 
focused the job assignments. 
Shaheen et al. (2013) concluded the relationship between training and employees, for this purpose school teacher 
of Kotli Azad Jamun Kashmir has brought in the study. It is indicated that employee performance played as 
mediating role between employees training and organizational performance. Effective training produced positive 
outcome in the organization. The performance and methodology of the teachers improved due to proper training. 
Batool and Batool (2012) concluded that organization could get competitive advantage by staff training and 
development. Training and development of employees was the basic requirement of the organization. Without having 
efficient and trained workforce in the organization, it would be difficult for organization to meet market challenges. 
Singh and Mohanty (2012) emphasized that the organizations should expand in training of its employees, 
because training enhanced the employee productivity as a result the revenue of organization increased. Without 
training the performance of employees went down and de-motivated. Productive employee could better contribute 
for achievement of the organization objectives. 
 
3. Research Methodology 
This research is based on primary data that have been collected from selected respondents of Pakistan 
Telecommunication Authority Islamabad Head office; a well structured questionnaire has been designed to gather the 
relevant information from respondents by using convenient sampling technique. A simple descriptive statistics has 
been applied to interpret the data. 
 
4. Results & Discussion 
 
Table-1.Frequency of Training in PTA 
Category Respondents Percentage 
Monthly 14 8 % 
Quarterly 86 50% 
Annually 56 33% 
Training Once 10 6% 
No Training 6 3% 
Total 172 100 % 
 
The Table No.1 shows the frequency of training practices in PTA. When the frequency of training in the 
organization was investigated, 8% of the total respondents mentioned that they are offered training on monthly basis. 
They said their department heads lecture them every month and let them know about the monthly targets. They are 
given proper instruction to achieve these targets in time.  
While 50% of the total respondents indicated that they are provided training quarterly either by their department 
head or by any expert to accomplish their goals. Their performances are evaluated after four months and it helps 
them to overcome their deficiencies. Likewise 33% of the total respondents answered that they are provided training 
annually in the organization. An annual review is conducted and the employees are provided opportunity for further 
training to achieve next year goals.  
The employees are either given training in organization or send them to other professional institutions to learn 
new things. And 6% of the total respondents believe that they have given only one time training when they joined the 
organization. Most of such employees are new inductees in the organization. Rests of the 3% of the total respondents 
believe that they have been offered no any training by the organization. 
The results disclose that maximum numbers of the respondents are gaining training either by on the job training 
or off the job training method. This indicates that PTA is very much concerned with staff training and development 
programs, that’s the reason why maximum respondents were satisfied with the training and development programs in 
the organization. They believe these training and development programs helped them to boost their knowledge, skills 
and competencies as well as benefited for their career development and enhanced the organizational effectiveness. 
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4.1. Impact and Significance of Training and Development on Employees 
 
Table-2.Impact and Significance of training and development to the Employees 
  Impact and Significance of T&D to the Employees 
 Category Strongly 
Agree 
Agree Disagree Strongly 
Disagree 
No 
Comments 
Total 
  %   %   %   %   %   
T&D is Beneficial for Motivation 87 51% 80 47% 2 1% 2 1% 1 1% 172 
Training is helpful  for promotion 57 33% 104 60% 4 2% 1 1% 6 3% 172 
labor laws are taught  during training 48 28% 96 56% 13 8% 10 6% 5 3% 172 
Organization Conducts Orientation  41 24% 102 59% 13 8% 9 5% 7 4% 172 
New Employees gets formal training 54 31% 111 65% 3 2% 2 1% 2 1% 172 
Training  enhances Encouragement 
&performance 
67 39% 93 54% 5 3% 5 3% 2 1% 172 
T&D enhance competencies 64 37% 87 51% 12 7% 4 2% 5 3% 172 
T&D enhance Skills and knowledge 69 40% 97 56% 3 2% 3 2% 0 0% 172 
Training Improves Communication 
Skills 
58 34% 97 56% 9 5% 6 3% 2 1% 172 
T&D impact on career development 50 29% 99 58% 11 6% 6 3% 6 3% 172 
Performance Increases due to T&D 81 47% 87 51% 2 1% 1 1% 1 1% 172 
T&D brings positive impact in 
attitude 
48 28% 102 59% 9 5% 7 4% 6 3% 172 
Awareness with Current job 
responsibilities 
79 46% 88 51% 2 1% 3 2% 0 0% 172 
T&D reduce work stress 45 26% 98 57% 13 8% 11 6% 5 3% 172 
Skills employees perform  more than 
unskilled 
91 53% 74 43% 3 2% 2 1% 2 1% 172 
 
The Table No. 2 indicates the impact and significance of training and development to the employees. Several 
questions were asked to investigate the impact of training and development on employee performance. When the 
employees were asked about the benefits of training on development on employee’s motivation, 51% of total 
respondents strongly consider Training and development is beneficial for employee’s motivation whilst 47% also 
agree with it. They think that without proper training and development the employees cannot be motivated. Training 
and development enhances employees’ knowledge and skills, which provide them chances of career development in 
the organization. So level of motivation of such employees are more and they perform well in the organization. On 
the other hand 1% of the total respondents disagree similarly 1% strongly disagrees. They do not consider training 
and development as beneficial for employee motivation. They believe employee motivation level changes from time 
to time. Sometimes more training and development programs increase their stress level. Because of the training they 
are given more tasks to perform, which they usually could not complete, so more work cause de-motivation among 
the employees. The remaining 1 % of the total respondents set this query aside and given no any answer. 
Training is helpful for promotion of the employees, when the participants were asked, 33 % of the total 
respondents strongly agree while 60% agree. They consider training is one of the key strategies for employee 
promotion, because training increases the employee’s skills, knowledge and competencies. Training enables the 
employees to perform their job easily and in professional manner. They think employee promotion is mostly 
associated with the employees training and learning. However 2% of the total respondents disagree and 1% strongly 
disagrees with it. They feel promotion needs strong references instead of training. They think, if you have strong 
references in the organization, you can get easy chances for promotion. However, 3 % of the total respondents were 
found silent to reply this question. 
Usually employees are not aware about the labor laws and its implementation in the organization. They simply 
look only rules and regulation of the organization and unaware of local labor laws and policies. When this query was 
raised, 28% to the total respondents answered that they are taught about the labor laws during training programs in 
organization. And 56% to the total respondents have also shows agreement to this query and replied that they have 
been taught about the labor laws in their training programs. On the other hand 8 % of the total respondents disagree 
and 6 % strongly disagree. They believe that they are usually not told about the labor laws during their training 
programs. And they are not aware of the local labor laws and its proper implementation in the organization. However 
3 % has given no reply. 
It is important for every organization to conduct orientation for every newcomer in the organization, so that they 
could easily socialize and perform their duties. When this query was investigated in PTA, 24 % of the total 
respondents have shows their strong agreement and 59 % also agree. They think that orientation program is 
conducted for every new employee. They are introduced with their coworkers, subordinates, seniors as well as with 
the staff on other department. They are informed and helped to perform their job responsibilities. They are given all 
necessary assistance. However 8 % of total respondents disagree and 5% strongly disagree. They replied, they did 
not go through with any orientation programs when they joined the organization. The remaining 4% of the total 
respondents kept them aside and given no reply. 
Formal job training is important for employees to justify their basic tasks. When the employees were asked about 
the basic training if provided by the organization, 31% of the total respondents strongly agree and 65% agree. They 
consider that the new employees are given basic training to perform their job. New employees have to go through 
with an initial training before performing their assignments. Usually they are trained by their supervisors, and let 
them perform with another staff members to avoid complains and to get familiar with the job. On the other hand 2% 
of the total respondents disagree and 1 % strongly disagrees. They believe that basic training is not given in the 
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organization. They think that they were given no any kind of initial training when they were inducted in the 
organization.  Rest of the 1% has given no any response. These results reveals that PTA is very much concerned with 
employees training, they provide initial training to maximum staff those are new hired. These new hired employees 
have given initial training to perform their job in effective way. 
When it was investigated, whether training programs encourage employees for efficient performance, 39 % of 
the total respondents strongly agree and 54% of the total respondents has also shown their agreement. They think 
training and development programs are instrument to encourage employees towards better performance. When 
employees get more skills they are encouraged to perform difficult task. Ultimately they contribute exceptionally to 
achieve the overall organizational goal. However, 3 % of the total respondents disagree and 3% strongly disagree. 
They believe training do not encourage the employee to perform more task because more tasks are always treated as 
work burden by the employees. Remaining 1% of the total respondents provided no comment to this query. 
As for as employees competences are concerned, 37% of the total respondents consider that training and 
development programs enhance employee’s work competences at a great extent, while 51% respondents have also 
agree that employees competences  are directly associated with effective training. On the other hand 7% of total 
respondents disagree and 2% strongly disagree with it. However, 3% of the respondents have given no answer to the 
question. 
Without skill and knowledge no any task can be performed. Both are essential for all employees of any 
organization. When the association of training and development with knowledge and skill were investigated at PTA, 
40% of the total respondents strongly believe that training and development is the key factor to enhance employee’s 
knowledge and skill. While 56% of the total respondents also believe that without effective training programs 
employees knowledge and skills cannot be enhanced. They think that the employees can only be beneficial for the 
organization when they are more skillful and knowledgeable. Conversely 2% of the total respondents disagree and 2 
% strongly disagree.  
Better communication in an organization is as important as blood circulation is important in our body. Timely 
and effective communication helps to handle all tasks timely with proper understanding.  When importance of 
communication with respect to training program was investigated, 34% of the total respondents strongly agree and 
56 % agree and believe that training helps to boost the communication in organization. Training enhances the 
communication skill of employees and provides opportunity to complete their tasks with understanding and timely. 
However 5% disagree and 3 % strongly disagree, they think training is not essential to increase communication 
skills. They believe communication skill is improved by more socialization instead of formal training programs. Rest 
of the 1% of the total respondents has given no comment. 
Career development is usually associated with employees training and development, because effective training 
enhances knowledge, skills and competences of employees that enable employees to accomplish their tasks timely 
and provide them opportunities for career development.  When this fact was explored in PTA, 29% of the total 
respondents strongly agree and 58% also depicted their agreement. They consider training and development as 
important key for career development. On the other hand 6% of the total respondents disagree and 3% strongly 
disagree. They believe, for employee’s career development you should have strong association with your seniors. 
The remaining 3% of the total respondents have given no any reply. 
Training and development increase employee performance, 47% of the total respondents believe at the great 
extent while 51% respondents also agree. They consider training and development important for employee 
performance, and due to training and development programs their performance adequately enhanced. On the contrary 
1% of the respondents have shown their disagreement and 1 % has indicated strongly disagreement. They think 
performance required motivation, if you are motivated your performance will be high, usually training and 
development puts overburden so employees are not motivated. Rest of the 1 % has given no answer to this query.  
Among the total respondents 28% strongly feel that training and development has put positively impact on their 
attitude while 59% of the total respondents also think as well. They consider training and development as one of the 
key factors in building personal behavior and attitude, which ultimately cause to enhance the organizational culture. 
Whilst 5% of the total respondents disagree and 4% strongly disagree, saying that attitude has no direct concern with 
training and development. They believe the organizational environment plays so much major role while affecting 
employee’s attitude instead of training and development. If the organization has pleasant and stress free environment 
then worker’s attitude will be affected positively otherwise it will be changed according to the situation. However 
3% has given no reply to the question.  
When the respondents were asked about the job responsibilities, the 46% of the total respondents strongly 
believe that training and development helped them to understand their job responsibilities at high extent and 51 % 
respondents also agree. They feel training and development has not only increased their knowledge and skills but 
also enhance awareness about their job responsibilities and importance of the tasks and assignments. Due to training 
and development; now they completely understand the importance of their job and always do their best to 
accomplish the tasks in scheduled time period. While 1% has shows disagreement and 2% strongly disagree. They 
think the candidates must already have knowledge of their job responsibilities, before inducting in the organization, 
so no any training is usually required to improve the job responsibilities. 
When the respondents were asked whether training and development if reduce work stress; 26% of the total 
respondents strongly agree while 57% of the respondents have shown their agreement on this point. They accept as 
true that training and development plays vital role in reducing stress level in working condition because well trained 
staff are competent and confidence to do their job effectively and efficiently while less trained employees are with 
low confidence and usually unable to perform their job actively so the complain ratio goes high and creates lots of 
work stress. However 8% of the total respondents disagree and 6% strongly disagree. They think that work stress is 
usually associated with working condition. Some time the client wants and needs are beyond the standard services, in 
such situations the client impose his point of view and creates work stress. So they think formal training has no 
association with work stress. While 3% has given no reply.  
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When they respondents were asked about the performance difference of skilled and unskilled employees, 53% of 
respondents strongly believe that skilled employees are far better than unskilled. Skilled employee has the potential 
to do the job timely and with good understanding. Similarly, 43% of the total respondents also agree and they believe 
skilled employees are capable to manage their time, tasks, communication within department and accomplish their 
job in the required timeframe. Conversely 2% of the total respondents disagree and 1% strongly disagrees. These 
respondents were from lower ranked usually working as watchman and office boy. They believe there is no skill 
required to perform their job. However, 1% of the total respondents have passed no comments. 
The findings reveal that training and development has significant impact on individual effectiveness. The 
respondents consider that training and development has enhanced their performance, skills, knowledge, competences 
and awareness about their job responsibilities. As the results indicates, maximum respondents believe that they are 
getting required training in the organization and they give credit to training programs for their career development 
and professional attitude.  
 
4.2. Impact and Significance of Training and Development to the Organization 
 
Table-3.Impact and Significance of training and development to the Organization 
  Impact and Significance of T&D to the Organization 
 Category Strongly 
Agree 
Agree Disagree Strongly 
Disagree 
No 
Comments 
Total 
  %   %   %   %   %   
T&D is helpful for success of Organization 89 52% 76 44% 4 2% 2 1% 1 1% 172 
Training increases the financial status of 
organization 
79 46% 84 49% 5 3% 2 1% 2 1% 172 
T&D programs are practices in PTA 69 40% 93 54% 3 2% 5 3% 2 1% 172 
Training Develops morality of organizational 
culture 
50 29% 102 59% 9 5% 7 4% 4 2% 172 
Training increases the market share  70 41% 95 55% 3 2% 3 2% 1 1% 172 
Training Enhance the retention of employees  65 38% 95 55% 5 3% 4 2% 3 2% 172 
Training programs provided to employee are 
best fit with PTA Corporate Strategy 
76 44% 86 50% 4 2% 3 2% 3 2% 172 
T&D is an essential activity in PTA 70 41% 95 55% 4 2% 2 1% 1 1% 172 
 
Table No. 3 shows the responses of sample respondents against the several questions asked to know the impact 
and significance of training and development to the organization. When the respondents were asked to find out the 
impact of training and development on organization success, 52 % of the total respondents state that training and 
development is helpful for organization success, because it enhances the employees relevant skills, knowledge and 
abilities, which ultimately increase their work efficiency that may lead the organization towards its growth. Similarly 
44% of the total respondents replied that training and development is important for organizational growth because 
they believe training and development not only enhances employee’s skills, chances for career development but it 
also provide opportunities for organization to achieve its goals efficiently. However, 2% of the total respondents 
consider training and development is not helpful for organizational growth because it is waste of time and money. 
Similarly 1 % strongly disagrees, and remaining 1 % has given no comment to this inquiry. 
When the respondents were asked to see impact of training and development on the financial status of the 
organization, 46% of the total respondents strongly agree while 49% of the total respondents agree that training and 
development has improved the financial status of the organization. They assume, training and development enhance 
skills and competences of the employees, which helped the organization to achieve its objectives timely. When the 
organization achieves its objective in the specified time it causes to increase its revenue. In return this benefits for 
organization as well as for the employee.  They believe their salaries and other allowances have been increased as on 
adequate level due to their performance and due to better financial status of the organization. However 3% has 
shown disagreement while 1% strongly disagrees. They think training and development are time consuming 
activities which are cost for the organization. So training and development do not cause to increase the financial 
status of the organization.  The remaining 1% of the total respondents has given no reply.  
The respondents were asked about the frequency of the training and development programs in PTA, 40% of the 
total respondents strongly believe that training and development is a regular practice in their organization. They are 
given opportunity to participate in these training and development programs. These training programs are scheduled 
monthly, quarterly semi annually and annually as per their requirements. Likewise 54% of the respondents also agree 
that training and development programs are focused in the organization and almost every employees are provide 
opportunity to participate in these programs. They believe these programs are usually associated with the overall 
organizational strategy and objectives. On the other hand 2% of the total respondent disagrees and 3% strongly 
disagree. They replied that they have given no any opportunity to attend any kind of training in the organization. 
Other 1% of the respondents have given no any answer to the question asked. 
Whenever the respondents were asked about the training and development impact on morality of the 
organizational culture, 29% of the total respondents agree at high extent. They think culture of the organization can 
be changed by effective training and development programs and 59% of the total respondents also agree with this 
statement. They believe organizational culture is always formed by the level of training in the organization. It can be 
improved by better training of the employees in the organization. However 5% disagree and 4% strongly disagree, 
they think organizational culture has no linked with the training of employees. Rest of the 2% has given no answer to 
the inquiry. 
Training and development increase the market share of the organization. When this query was asked to the 
respondents, 41% of the total respondents strongly agree and 55% of the total respondents also believe on it. They 
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feel training and development enhance the market knowledge of the employees and the employees can implement 
better marketing strategies for the goods and services which could cause increase market share of the organization. 
On the other hand 2% of the total respondents have indicated their disagreement and similarly 2% has shown 
strongly disagreement. The remaining 1% has given no comment to this query. 
Training helps the organization to retain its employees, 38% of total respondents strongly agree with it and 55% 
also agree. They think that training and development programs provide career development opportunity for 
employees because training increases their skills and knowledge. When the employees get chances for promotion 
usually they try to stay in the organization. However 3% of the total respondents disagree while 2% strongly 
disagree. They believe employees retention is directly associated with the benefits, when the salary and benefits of 
the employees are high, they stay in the organization. Because the organization has to bear huge training cost, 
therefore usually the salary and benefits are increased at minimum level. Other 2% of respondents have given no 
comment. 
Training and development programs should be linked with overall corporate strategy. When the respondents 
were asked about this point 45% of the total respondents believe strongly that the training programs offered to them 
are best fit with organization corporate strategy. Likewise 50% also agree and they are confident that they are aware 
with the organizational strategy and they perform accordingly to complete their tasks. However 2% disagree and 2% 
strongly disagree. They replied they have given no any training to work as per corporate strategy of the organization. 
The remaining 2 % of the total respondents have not given any reply to this question. 
Training and development is an essential activity in PTA; when this query was raised 41% of the total 
respondents reply at the level of high extent. The staff gets regularly training in the organization, as per schedules. 
Everyone gets chances to participate in these training and development programs. Similarly 55% of the respondents 
also agree and they believe that their organization is very focused for the training and development of the employees. 
But on the other hand 2% of the total respondents disagree and 1% strongly disagrees. They feel the organization is 
not so much concerned with the training and development of the employees. They replied that they have given no 
any chance to participate in training programs.  While 1% has given no any answer to this inquiry. 
The findings reveal that Pakistan Telecommunication Authority is very much concerned with training and 
development of its employees. These Training and development pogroms have not only enhanced the skills, 
knowledge and abilities of its employees but also put positive impact on the organizational effectiveness. Training 
and development has enabled the organization to improve its public image as well as morality of its culture. It has 
benefited the organization to improve its financial status and market share. Due to effective training and development 
programs the turnover of the employees is almost zero. Most of the respondents believe that their organization 
performs as market leader, so they enjoy working in this organization and they feel proud to be part its team member.   
 
4.3. Methods of Employees Training in the Organization 
 
Table-4.On the Job Training 
  On the Job Training 
 Category Strongly 
Agree 
Agree Disagree Strongly 
Disagree 
No 
Comments 
Total 
  %   %   %   %   %   
Your organization follows apprenticeship 
style of Training 
75 44% 88 51% 4 2% 3 2% 2 1% 172 
Your organization follows job rotation 
style of Training 
66 38% 93 54% 6 3% 4 2% 3 2% 172 
Your organization follows coaching style 
of Training 
72 42% 90 52% 4 2% 3 2% 3 2% 172 
 
Table No. 4 shows the method of on the job training in PTA. On the job training should be regular practice in 
every organization so that employees the job knowledge and skills of employees could be enhanced. And they could 
perform effectively. On the job training is cost effective and easy to arrange for the management. Few questions were 
asked about styles of on the job training in the organization and further investigated its effect on employees and on 
organization.  
When apprenticeship style of training was explored, 44 % of the total respondents strongly agree that the 
organization provides this style of training. They believe that they have been given tasks to perform under the 
supervision of their seniors. They believe it is very effective, it minimize the chances of mistakes because the trainer 
recheck all the tasks performed by the trainee. Furthermore the trainee gets more chances to learn without any 
hesitation. Likewise 51% agree with this style of training. They replied their organization follows apprenticeship 
style of training. They believe that this kind of training has strengthened their confidence level and made them more 
effective to execute any task assigned to them. On the other hand 2% of the total respondents disagree similarly 2% 
strongly disagree. They noticed no any apprenticeship style of training has given to them in their department. The 
remaining 1% has given no any response to this inquiry. 
When the respondents were asked about the job rotation style of training, 38 % of total respondents believe at the 
great extent that PTA follows this kind of training. It helped them to boost their knowledge; skills and abilities. They 
believe that rotation style of training is also very beneficial for the employees because the employees get experience 
about different tasks and departments. Similarly 54% respondents also agree that their organization follows rotation 
style of training and its staff members are given chances to perform in different departments and assigns different 
tasks. They think it enhanced their multi tasking skills and competences. However 3 % of the total respondents 
disagree whilst 2 % strongly disagree; they replied that they have never been rotated for any job other than the tasks 
assigned on day one. Rest of the 2 % of the respondents did not reply to this question. 
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Likewise when the respondents were questioned to know the coaching style of training, 42% of the total 
respondents strongly agree that they were trained by their supervisors and managers while coaching them about new 
things, job assignments and any change in the organizational strategies and 52% respondents also agree that they are 
usually coached by their manager. They think this kind of training has not only helped them to enhance their skills 
but also helped the organization to achieve its objectives timely. On the contrary 2% of the total respondents disagree 
and 2% strongly disagree. They believe that they have never been coached by their seniors. They think this kind of 
training has never been offered to them yet in the origination. Other 2% of the total respondents have given no 
comments. 
The results indicate that Pakistan Telecommunication Authority regularly follows on the job training in the 
organization. The respondents believe that on the job training has enhanced their skills, knowledge, abilities, 
competences, and motivation level. They think the organization is very much concerned with the employees’ career 
development and job enrichment. The employees get chances for promotion and job rotation in the organization. 
Most of the respondents consider on the job training as effective tool for their success. It not only has significant 
impact while increasing effectiveness of the employees but also helps the organization to execute its strategy and to 
gain its long term goals. 
 
Table-5. Off the Job Training 
  Off the Job Training 
 Category Strongly 
Agree 
Agree Disagree Strongly 
Disagree 
No 
Comments 
Total 
  %   %   %   %   %   
Role playing Style of Training 67 39% 93 54% 5 3% 4 2% 3 2% 172 
Simulation Style of Training 58 34% 97 56% 12 7% 3 2% 2 1% 172 
Case Study Style of Training 76 44% 83 48% 6 3% 5 3% 2 1% 172 
Video Tape/ Video Conferencing Style 
of Training 
70 41% 87 51% 8 5% 4 2% 3 2% 172 
Internet Base Training 80 47% 80 47% 5 3% 4 2% 3 2% 172 
 
Table No. 5 indicates the styles of off the job training in PTA. Just like on the job training, off the job training is 
also important for the employees. By conducting off the job training, the employees get new knowledge about the 
external environment, technologies and pattern of management. When the respondents were asked about the role 
playing style of training, there are 39 % of total respondents strongly agree whilst 54% agree that they have 
participated in such kind of training. However 3% of the total respondents disagree and 2% strongly disagree. They 
replied that they have never provided such environment of training by the organization. And 2% of the total 
respondents have given no comment. Similarly when the respondents were asked about the simulation style of 
training 34% strongly agree and 56% agree. They think that the organization follows simulation style of training. On 
the contrary 7% disagree while 2% strongly disagree. They feel that they are not given any kind of such training 
opportunity. Rest of the 1% of the total respondents has not given any answer. 
Case study is an effective style of off the job training, the employees learn effectively while solving practice 
issues occur in organization in different situations. There are 44% of the total respondents who strongly agree and 
believe that the organization use this style of training. They are given case studies to resolve different problems. 
Likewise 48 % of total respondents also agree that they have been trained while following case study style of 
training. On the other hand 3% respondents disagree and similarly 3% strongly disagree. They believe that they have 
given no any case study for learning purpose. Other 1% of the respondents have provided no comment. 
Video conferencing is one of the most effective medium of off the job training as 41% of the total respondents 
strongly agree while 51% agree. Video tape/ video conferencing style of training has been provided to the employees 
in PTA. They respondent consider it as one of the interactive and effective mean of training. On the other hand 5% 
disagree and 2% strongly disagree. They have given no such kind of training in the organization. The remaining 2% 
of the respondents have given no answer to this kind of training. 
As far as internet based training is concerned, 47% of the respondents strongly agree similarly 47% agree that 
they are given internet based training. They knew how to use internet as a mean of training and how to get 
successfully their lesson. They feel internet base training as one of the time saving training style. But 3% of the 
respondents disagree while 2% strongly disagree. They feel internet is not available for every employee at home 
therefore they have got no any kind of such training. Rest of the 2% of the respondents has given no any comment. 
The results disclose that off the job training opportunity is also given to the employees in PTA. Maximum staffs 
are satisfied with the training provided to them from professional organization. The finds showed that the 
respondents got more awareness about the new technology and technical skills due to off the job training offered to 
them by the organization. This kind of training not only increased skills of employees but also enhanced the 
effectiveness of the organization while achieving its objectives within targeted timeframe. 
 
5. Conclusion 
Training and development is considered as one of the core strategies of the organization for its effectiveness. 
Training and development program make the organization result oriented and enable it to face technological, political 
and environmental changes.  The basic aim of the study was to explore the impact of training and development on 
organizational effectiveness while taking training and development as a strategy of the organization; for this purpose 
a case study of Pakistan telecommunication Authority was taken to examine its effectiveness. The study has revealed 
that maximum numbers of respondents are regularly participating in training and development programs conducted 
in organization. They believe, training and development programs have not only enhanced their skills and 
competences but also improved the organizational effectiveness. Few employees got only one time training and 
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minor numbers of employees responded that they have given no any training from their appointment. Overall the 
study showed that Pakistan Telecommunication Authority is very much focused for training and development of its 
employees; which is healthy activity for both employees and for the organization. Most of the employees are 
motivated and experienced in this organization. Therefore the organization has gained exceptional public image.   
 
6. Suggestions 
 Training need assessment is always important, so it should be carefully planned. 
 Training and development should be a regular practice in organization.  
 It is necessary for all employees for better understanding of the organizational policy and to improve its 
effectiveness. 
 Training should be conducted for both existing and new employees in order to meet external challenges and 
to gain the core objectives of the organization.  
 It should be executed in such a way that it should benefit for both individual and organization. 
 Training and development programs should be associated with the employee’s career development, so that 
the performance and motivation level of employees could be enhanced.  
 The training and development programs should be associated with organizational goals.  
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